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its	abilities	and	achieve	business	 targets.	Organisations	strive	 to	 leverage	knowledge	stocks	–	mostly	held	 in	
the	minds	 of	 their	 individual	 employees	 –	 in	 order	 to	 create	 value	 and	 drive	 success.	 For	 organisations	 to	
promote	 effective	 knowledge	 management,	 they	 have	 to	 develop	 innovative	 methods	 to	 encourage	
knowledge	 sharing	 practices.	 Knowledge	 sharing	 (KS)	 is	 a	 vital	 organisational	 process	 which	 empowers	
individuals	 to	 confront	 challenges	 of	 uncertainty	 and	 complexity,	 instils	 best	 practices,	 and	 enables	 the	
transfer	of	knowledge	between	different	parts	of	the	organisation.	Given	the	fact	that	knowledge	is	always	a	
valuable	 asset,	 individuals	 tend	 to	 hoard	 knowledge	 for	 different	 reasons.	 Therefore,	 sharing	 knowledge	 is	
predominantly	 a	 voluntary	 process	 and	 only	 subject	 to	 the	 willingness	 of	 the	 individual	 to	 engage	 in	 the	
process.	Studies	have	demonstrated	that	KS	cannot	be	forced	or	mandated	rather	than	fostered	by	facilitative	
efforts	in	order	to	motivate	employees	to	share	their	tacit	knowledge.	The	aim	of	the	study	is	to	evaluate	the	
collective	 factors	 supporting	 the	 willingness	 of	 employees	 to	 share	 knowledge.	 After	 which,	 providing	 a	
summarised	generic	list	of	the	terms	illustrated	throughout	the	extant	literature.	Previous	research	has	shown	
that	 influencers	 such	 as	 the	 ‘perceptions’	 of	 organisational	 culture,	 trust,	 infrastructure,	 and	 leadership,	 are	
among	the	most	prominent	determinants	of	KS	within	 the	corporate	environment.	There	are	other	extrinsic	









In	an	ever	 competitive	environment,	 knowledge	and	how	knowledge	 is	managed	 	has	become	considerable	
interest	from	both	managers	and	researchers.	Knowledge	is	no	longer	recognised	as	just	a	resource	but	rather	
the	 fundamental	 organisational	 resource	 in	 today’s	 knowledge	 economy	 (Nonaka	 &	 Takeuchi	 1995).	 The	
knowledge	resource,	however,	is	mostly	possessed	by	individual	employees	and	is	unique,	difficult	to	replicate	
or	 substitute	 and	 can	 give	 added	 value	 to	 the	 overall	 organisational	 processes	 (Lin	 &	 Tang	 2016).	 The	
management	of	knowledge	is	hence	undoubtedly	seen	as	a	critical	means	to	provide	sustainable	competitive	
advantage	 (Wang	 &	 Noe	 2010;	 Anantatmula	 &	 Kanungo	 2010;	 Lee	 et	 al.	 2005)	 in	 knowledge	 intensive	
organisations	 (Swart	et	al.	2014).	Despite	 the	past	decades	highlighting	the	 importance	of	knowledge	within	
the	work	place,	 ‘knowledge’	has	been	discussed	for	millennia,	from	Socrates	conceptualising	knowledge	as	a	
true	 belief	 (Faucher	 et	 al.	 2008),	 to	 the	modern	 recognised	 concept	 of	 ‘justified	 true	 belief’	 (Nonaka	 et	 al.	
2000).	 Knowledge	 is	 gained	 implicitly	 through	experience,	 values,	 contextual	 information	 and	expert	 insight	
that	 aid	 in	 the	 interpretation	 and	 incorporation	 of	 new	 experiences	 and	 information	 (Al-Alawi	 et	 al.	 2007).	





embedded	 in	 their	minds,	with	 others	 through	 socialisation	 and	 codification	 processes,	while	 they	may	 not	
always	be	motivated	to	do	so		(O’Donohue	et	al.	2007).	Therefore,	the	purpose	of	this	paper	is	to	highlight	the	








exchange	 of	 employee	 knowledge,	 experiences,	 and	 skills	 through	 the	 whole	 department	 or	 organisation.”	
Knowledge	 sharing	 can	 be	 further	 simplified	 in	 that,	 it	 involves	 a	 set	 of	 behaviours	 that	 encourage	 the	
exchange	of	acquired	knowledge	between	individuals	and	teams	(Chow	&	Chan	2008).	However,	this	exchange	
of	 knowledge	 can	 be	 described	 as	 being	 a	 personal	 act,	 which	 results	 in	 a	mentally	 perceived	 value	 being	
attached	to	the	leveraged	knowledge	(Swift	et	al.	2010;	Davenport	1998).	The	perceived	rewards	attached	to	
the	 motivational	 forces	 can	 be	 intrinsically	 based,	 being,	 for	 the	 pure	 enjoyment	 in	 helping	 others,	 or	
extrinsically	 based,	 relating	 to	 the	 expected	 organisational	 rewards	 and	 reciprocal	 benefits	 gained	 for	 a	
behaviour.	 (H.-F.	 Lin	 2007;	 Ford	&	 Staples	 2010;	Mansor	 et	 al.	 2015).Thus,	 those	who	have	 the	 knowledge,	
recognise	that	their	knowledge	is	a	powerful	resource	(Jahani	et	al.	2011),	which	often	creates	a	“knowledge	is	
power”	 culture	 characterised	by	 knowledge	hoarding	 and	 competitive	behaviour	 among	 individual’s	 (Plessis	




that	 the	 “wilful	 transfer	 of	 knowledge	 occurs	where	 individuals	 interact	 under	 the	 expectation	 of	 reciprocal	
benefits	 in	the	future”	 (Cabrera	&	Cabrera	2005;	Casimir	2012).	Knowledge	sharing	requires	the	individual	to	
evaluate	the	opportunity	cost	and	risk	of	the	reciprocal	exchange	of	knowledge	(Ford	&	Staples	2010).	Thus,	KS	








To	 manage	 knowledge	 requires	 a	 multi-faceted	 approach,	 comprising	 of	 diverse	 components	 such	 as	
technology,	human	 resource	practices,	organisational	 culture	and	culture	 (Plessis	2007).	Therefore,	 journals’	
from	a	wide	variety	of	domains	were	examined.	Based	on	the	scope	of	peer-reviewed	journals,	articles	relating	
to	 knowledge	 sharing	within	 different	 organisational	 sectors	were	 examined.	 This	 gave	 a	 cross	 dimensional	
view	of	the	overall	topic	concerning	the	willingness	to	KS.	Which	in	turn,	allowed	for	a	broad	examination	of	
previous	 literary	 research.	 A	 total	 of	 112	 articles	were	 revised	 from	62	 different	 journal	 sources.	Of	 the	 62	
journals	reviewed,	35	articles	came	from	“Journal	of	Knowledge	Management”.	This	journal	was	chosen	as	the	
main	 research	 source	 due	 to	 the	 assumption	 that	 it	 is	 grounded	 in	 human	 resources	 and	 organisational	
behaviour,	information	and	knowledge	management,	which	is	specific	to	the	knowledge	management	domain.	
Over	a	period	of	ten	weeks,	a	theoretical	examination	of	 literatures	relating	to	knowledge	management,	but	
specifically	 the	 willingness	 to	 KS	 was	 conducted.	 Terms	 involving	 or	 indicating	 factors	 which	 impact	 on,	 or	
influence	the	willingness	to	KS	were	highlighted	and	compiled	into	an	Excel	spread	sheet.	The	examination	of	
112	articles	identified	a	total	of	512	terms	pertaining	to	the	sharing	of	knowledge.	During	the	selection	period	




































































































































































































































































































































































































































































































































































































































































































































































Fortune	 500	 are	 losing	 approximately	 $31.5	 billion	 per	 year	 due	 to	 employees	 failing	 to	 share	 knowledge	
(Myers	 2015).	 Thus,	 the	 factors	 which	 influence	 employees’	 willingness	 to	 KS	 has	 given	 rise	 to	 increased	
interest	 within	 business.	 The	 paper	 has	 shown	 that	 while	 there	 is	 a	 plethora	 of	 factors,	 organisational	
competitiveness	 and	 innovation	 can	 only	 be	 achieved	 by	 recognising	 the	 importance	 of	 KS	 (Massa	&	 Testa	
2009).	Through	 this	 recognition	 it	 can	be	argued	 that	 initiatives	can	be	put	 in	place	 to	ensure	 that	 the	 right	
knowledge	 is	 shared	 by	 the	 right	 people	 at	 the	 right	 time	 (O’Dell	 &	 Grayson	 1998)	 to	 limit	 the	 amount	 of	
knowledge	loss	accrued	by	employee	disengagement	or	exiting	the	company.		
The	authors’	also	recognise	that	 there	 is	need	for	ongoing	research	within	the	area	of	 the	willingness	 to	KS.	
However,	 this	 paper	 aids	 in	 the	 ongoing	 identification	 of	 factors	 influencing	 the	 willingness	 to	 KS,	 while	
providing	a	comprehensive	corpus	directory	which	can	be	used	 in	 future	 research.	A	 total	of	112	articles	all	
relating	 to	 KS	 resulted	 in	 the	 taxonomy	 of	 25	 factors	 which	 will	 aid	 in	 the	 development	 of	 organisational	
strategies	targeting	knowledge	holders.	Creating	more	cost	effective,	and	time	reducing	initiatives	which	can	
influence	 employees’	 willingness	 to	 share	 knowledge	 during	 their	 job	 life	 cycle.	 In	 effect,	 this	 will	 prevent	
organisations	from	‘reinventing	the	wheel’,	every	time	an	employee	leaves	the	company	(Connelly	et	al.	2014).	
The	extant	literature	indicates	that	there	may	be	a	cross-inter-relational	dimension	to	the	factors	which	may	






of	 knowledge	 management	 and	 the	 willingness	 to	 KS.	 While	 the	 paper	 attempts	 to	 categorise	 as	 best	 as	
possible	the	factors	which	lead	to	the	sharing	of	knowledge	within	an	organisation,	the	paper	also	recognises	
that	 other	 peer	 reviewed	 works’	 may	 include	 new	 and	 differing	 research	 based	 results	 on	 the	 factors	
influencing	employees’	willingness	to	KS.		
Future	 research	will	 continue	 to	 cluster	 a	 comprehensive	 categorisation	 of	 the	 factors	 which	 influence	 the	
willingness	 to	 knowledge	 share.	 This	 will	 provide	 even	 further	 specific	 clarification	 on	 the	 factors	 which	
influence	 both	 the	 organisation	 and	 the	 individual	 within	 the	 organisation.	 This	 identification	 of	 germane	
themes	will	result	in	a	framework	which	will	clarify	and	highlight	the	crucial	knowledge	holders	within	the	firm.	
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